This study aimed at identifying the impact of ethical leadership on work turnover in Islamic banks in Kuwait. The study population consisted of 5685 administrators working in Islamic banks in Kuwait. A random stratified sample amounting 360 administrators was selected for the purpose of questionnaire distribution. 302 questionnaires were recollected valid for analysis representing 83.9% of the total sample.
Introduction
Understanding ethical leadership and its impact on organizations performance of is also important issue because leadership is an important motivation to improve organization's performance. The primary purpose of any organization is to survive and maintain its entity through improving its performance and enhancing its competitiveness in targeted markets.
On the other hand, effective leadership has an important role for stakeholders and their institutions to produce best services through effective use of existing resources. Ethical leadership has significant benefits for all organizations, as they contribute -as several studies have indicated -to reduce employee absenteeism, misconduct, improved job satisfaction and performance, and managers who are ethical leaders are often considered as more proper to promotion opportunities. Thus, this is an important pillar of successful organizational processes.
Work turnover is also one of the major challenges facing organizations today, where employees are identified as very important organizational assets. Since high costs are beard when qualified employees quite their jobs and recruiting alternative employees and train the same. Staff turnover is therefore an important threat to organizations that must be best faced Islamic banks in Kuwait are characterized with distinguished financial performance, and turning on from different society classes, which in its turn contributed into its surpassing the commercial banks, which drives commercial banks to open Islamic windows to retain the current customers and attracting new customers.
Ethical leadership practices are part the Islamic principles that must be adhered to in business organizations, which contributed to its importance emergence in Kuwaiti Islamic banks that implement Islamic Sharia in all of their transactions with the existence of an organizational culture that govern Islamic business in the bank.
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Ethical Leadership
Ethical leadership concept emerged as one of the factors affecting many aspects of organization. Many scholars have discussed ethics and its application in organization. Many scholars have studied ethical leadership concept, for example Shaniqua, Kalyar, and Ahmad (2018) attempted to study the relationship between ethical leadership and job satisfaction as influences performance. They explained that ethical leadership positively affects job satisfaction, making employees more satisfied with their jobs and better able to deliver better performance with lower turnover levels. . When employees feel that their leaders treat them equaly, trust and honesty, they are more likely to be satisfied with their jobs and more open to solve problems that may arise as well as delivering better performance that affects organization as a whole.
By understanding the idea of job ethics, a set of ethical principles can be formed and communicated to employees for their commitment (Jalil, Azam, & Rahman, 2010) . In addition, an organization needs to consider the impact of ethical rules on the long-term ease of organization management, by arranging of key systems that can be used to activates ethical standards in business activities (Schnebel & Bienert, 2004) . On the other hand, weak ethical principles can lead managers in organizations to make misleading and erroneous choices that affect their activities in the future, especially in the case of damage to the funds of individuals or other organizations. (Enofe, Ogbeide, & Julius, 2015) .
Yates (2014) also indicated that with a good level of leadership style based on influential positive ethics, there will be space between employees to deal positively with their leaders, which in turn can positively impact their job satisfaction and increase their organizational commitment and thus reduce work turnover . Ethical leadership practices directly affect employee satisfaction, organizational loyalty, the importance of work, inspiration, and team spirit and thus on job performance. It should be noted that the idea of leadership is not only to follow a particular leadership style capable of presenting the organizational mission and achieving the vision; it is also a way to deal with employees and convince them that their leadership wants the best for them based on the ethical rules that are followed (Xu, Zhong, & Wang, 2013, 676) .
Ethical leadership was defined by Okan and Akyüz (2015) as "the process of controlling the behavior of leaders and behaviors in a manner that is morally acceptable and leads to employee satisfaction." On the other hand, Eisenbeiss and Knippenberg (2015) found that moral leadership "is to provide an appropriate stream of thinking and behavior to individuals and to promote such behaviors they have".
Williams and Seaman (2016) also define ethical leadership as "the process of influencing individuals through ethical values, virtues, and principles. Ethical leadership is a description of ethical relation which gathers between leader and organization subordinates which are developing from different aspects including ethics principles, context principle, components principle, skills principle, outcome principle .
Ethical leadership is defined as "demonstrating appropriate behavior from the standard aspect through personal actions and personal relationships, and enhancing employees' behavior through two-way communication, reinforcement, and decision-making" (Brown, Treviño, & Harrison, 2005, p. 120 ).
House (2006, p. 339) indicated that ethical leadership is using power to help followers in handling conflicting values that emerge in work environment, in a way that contributes to their ethics". Conrad (2013) explained that managers are perceived as ethical managers' relatively less than ethical persons, and employees accountability for their actions is the least evaluated aspect of ethical manager.
Ethical leadership includes the following dimensions that will be used in this study:
1. Personal traits.
2. Behaviors and human relations. 
Work Turnover
One of the major challenges facing business organizations is high turnover of employees (Walsh, & Taylor, 2007) There are some factors that affect work turnover rates include: special recruitment and selection procedures, training and development opportunities; management methods, organizational commitement; labor shortage, stress and fatigue, seasonal nature of the industry, job dissatisfaction and staff treatment by their managers (Honyenuga & AdzoyI, 2012) . Work turnover can be defined as "behavior that describes the process of leaving or replacing staff in organization". (Abdali, 2011) .
Work turnover can also be defined as "termination of employee's organizational career path, which consists of a series of changes in the job from starting to quitting" (Arokiasamy, 2013) .
Work turnover phenomenon is one of the most important phenomena associated with many indicators of organizational work, which refers to status stopping of individuals belonging to certain organizations, in particular those who receive financial returns from such organizations for their affiliation (Al-Salem, 2009, 209) .
Some of its most significant indicators are:
-Inability to recruit the right people to work in the organization.
-Inability to solve the problem of work turnover.
-Low staff morale.
-Low level of employee satisfaction.
-Organization inability in diagnose the reasons for staff quitting their work.
-Poor attention to staff training
There are several reasons leading to work turnover that can be divided into two categories:
1-Reasons that can be avoided.
2-Inevitable reasons.
Avoidable causes: These include:
a. Dissatisfaction with wages.
B. Dissatisfaction with working environment: The plant may be poorly lit and dangerous C. Job dissatisfaction: job can be very difficult. A routine task can be very tiring involving undue or dangerous stress.
D. Dissatisfaction with employee policies: Authoritarian management and limited promotional policies may prevail Unavoidable causes: These include:
• Improving staff -take advantage of attractive opportunities.
• Familiarly circumstances.
• Climatic conditions.
• Societal Conditions: Racial Discrimination.
• Physical causes: ill health.
• Marriage.
• Retirement and death.
• Migration nature.
•
Dismiss or dump
• Frequency: This may be due to seasonal trade, lack of material, lack of planning, lack of courage and insight to management (Ishmael,, Osamor & Abraham, 2012) .
Dimensions of work turnover can be summarized as follows:
1. Voluntary Turnover: means the voluntary staff quitting to Organization 2. Involuntary Turnover: means an involuntary turnover or discharge that "reflects employer's decision to terminate employment relationship." 1-Unavoidable turnover: inevitable turnover is caused by life decisions that go beyond the employer's control, such as the decision to move to a new area.
3. Avoidable work Turnover: is something that organizations can prevent by hiring, evaluating and motivating their employees more effectively. (Abdali, 2011 Arokiasamy, 2013 ) 
Methodology
The current research study follows quantitative approach as study method. It is an inductive approach that seeks to answer questions and generalize them to society. The study also follows the analytical approach in order to analyze the data collected through the questionnaire to achieve the main objective of the study: the impact of ethical leadership on work turnover in Islamic banks in Kuwait.
Study Population and Sample
The study population consisted of 5685 administrators working in Kuwaiti Islamic banks (http://www.kibs.edu.kw/bayanati). A random stratified sample 360 administrators (Sekaran, 2006) were taken to distribute the study questionnaire. 302 valid questionnaires representing 83.9% of the study sample were recollected.
Data Collection Methods
This study used two types of data collection sources:
• Primary data sources:
The data collected to form the current research base are preliminary data indicating the study sample responses to questionnaire statements. The questionnaire was designed as a source of primary data collection.
Secondary data sources:
It relates to books, previous studies, scientific references and websites related to study topic.
Statistical Processors
To achieve the purposes of the study, SPSSv21 program was adopted and the following statistical methods were used:
1-Descriptive Statistic scales: To calculate means, standard deviations, frequencies and percent for questionnaire statements.
2-Cronbach Apha test for reliability Test.
3-Multiple regression analysis to test study hypotheses.
Sample Characteristics Description
This section includes a description of study sample demographic characteristics. To describe the study sample characteristics, frequencies and percents were calculated as follows: It is clear from table 1 that males forms sample majority that is (77.8%), while females form (22.2%) of the total sample. This indicates that high percent is males which can be attributed to banks work nature under study. Table 2 indicates that 10.3% of study sample is less than 25 years, while 24.5% of the sample age ranged between 25-to less than 35 years, 30.5% of the sample age ranged between 35-to less than 45 years and the rest 34.8% of the sample their age is 45 years or more, such results matches with banks were requirement. With respect to sample qualification 80.1 of the total sample has BSC while 13.2 has MSC and finally 6.6 of the total sample has PhD. The results indicate that banks are keen to employ university graduates to perform their work. As for experience 5.6 of the total sample has an experience less than 5 years, 8.3 of the sample has (5 to less than 10 years), (48%) of the sample has an experience ranges between (10 to less than 15 years). (38.1%), of the total sample has an experience 15 years or more.
1-Gender

2-Age
Qualification
4-Experience years
Validity and Reliability of the Study Tool
The faced validity of the instrument was verified by a number of specialized referees, where their comments were taken in consideration. In order to ensure that the coefficient represents the statement quality, the internal coefficient and its consistent of Cronbach's Alpha (Cronbach's Alpha) has been calculated with an alpha value of 0.921 which is acceptable because it is higher than the acceptable value 0.60. (Sekaran, 2006) 
Descriptive Statistics Results
Means and standard deviations were calculated to describe the sample responses regarding study variables. Table 5 indicated ethical leadership high importance, with a mean (3.92) and standard deviation (0.672). the table also indicates that (personal traits) dimension ranked. The first with a mean (4.07), and high relative importance, while (Administrative qualities and decision-making) dimension ranked last with a mean (3.78), with high relative importance. This indicates the banks interest in applying ethical leadership dimensions, in the same time the table indicates that turnover high level with a mean 3.89.
Hypotheses Testing
The main hypothesis:
H0: There is no statistically significant impact at (α≤0.05) level of ethical leadership with its dimensions collectively (personal characteristics, behaviors and human relations, administrative qualities and decision-making) in turnover of work in Kuwaiti Islamic banks.
The main hypothesis was subjected to multiple linear regression analysis. The results were as follows: Table 5 indicates that the correlation coefficient (R = 0.732) indicates the relationship between independent and dependent variable. The impact of independent variables on dependent variable is statistically significant, since the calculated F value is (114.342).with a significant level (Sig = 0.000) which is less than 0.05. The value of coefficient determination (r2 = 0.535), which indicates that (53.5%) of the variation in (turnover) can be explained by the variation in (dimensions of moral leadership) collectively. therefore, is a statistically significant impact at (α≤0.05) level of ethical leadership with its collectively dimensions (personal characteristics, behaviors and human relations, administrative qualities and decision-making) in the turnover in the Kuwaiti Islamic banks.
The table of coefficients showed that:
-The value of (B) for(personal traits) dimension is (0.258) and the (t) value is (4.949), and significance value is (Sig = 0.000), which indicates that impact of this dimension is significant, and therefore that there is a statistically significant impact at (α≤0.05) level for personal traits in the turnover in Islamic banks in Kuwait -The value of (B) for(behaviors and human relations) dimension is (0.165) and the (t) value is (3.491), and significance value is (Sig = 0.000), which indicates that impact of this dimension is significant, and therefore that there is a statistically significant impact at (α≤0.05) level for behaviors and human relations in work turnover in Islamic banks in Kuwait -The value of (B) for(administrative attributes and decision-making dimension is (0.365) and the (t) value is (7.846), and significance value is (Sig = 0.000), which indicates that impact of this dimension is significant, and therefore that there is a statistically significant impact at (α≤0.05) level for administrative attributes and decision-making in work turnover in Islamic banks in Kuwait
Results
This study aimed to identify the impact of ethical leadership on work turnover work in Kuwaiti Islamic banks.
The study population consisted of administrators working in Islamic banks in Kuwait. A random stratified sample amounting 360 administrators was taken to distribute the study questionnaire, and there results were concluded:
1. It was found that (personality traits) dimension ranked the first, with high relative importance, while (administrative qualities and decision-taking) ranked the second with high relative importance. This reflects banks interest in applying ethical leadership dimensions 2. There is a statistically significant impact of ethical leadership with its dimensions collectively (personal traits behaviors and human relations, administrative qualities and decision-taking) in work turnover of work in Kuwaiti Islamic banks. This enhances the importance of using ethical principles and rules that govern the of Islamic banks in Kuwait work upon dealing with employees 3. There is a statistically significant impact of personal traits in work turnover in Islamic banks in Kuwait, and this confirms the role of ethical aspects that govern leader personality in treating with employees and their importance in reducing work turnover in the bank.
4. There is a statistically significant impact of behaviors and human relations in work turnover in Islamic banks in Kuwait, and this enhances the importance of practices the ethical leader follows in treating employees and his colleagues.
5. There is a statistically significant impact of the administrative qualities and decision-taking in work turnover in Kuwaiti Islamic banks. This highlights the importance of qualities that ethical leader enjoys which contributes in administrative decisions taking that govern the work in Islamic banks in Kuwait.
Recommendations
The researcher recommends the following:
1-Managers of Islamic banks in Kuwait are requested to practice ethical leadership in all its fields, due to its importance in reducing work turnover.
1-Islamic banks have to provide appropriate organizational climate to maintain the continuity of competent staff in the bank 3-Adopting training programs for Islamic banks managers, which contribute to the development of knowledge levels of the requirements of practicing ethical leadership, and its role in reducing work turnover.
4-Holding training courses, seminars and workshops to aware managers of Islamic banks with the importance of ethical leadership and its role in reducing work turnover.
5-To carry out further studies on ethical leadership and its practicing level in other sectors such as commercial banks and insurance companies in the State of Kuwait 6-To carry out further studies on ethical leadership and its relationship to other variables such as organizational citizenship behaviors
